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Introduction

Job satisfaction, a worker's sense of
achievement andsuccess, isgenerally perceived
tobedirectlylinkedtoproductivity aswell asto
personal wellbe ng. Job sati sfactionimpliesdo-
ingajoboneenjoys, doingitwell andbeingsuit-
ably rewardedfor one'swork. TheHarvard Pro-
fessional Group (1988) seesjob satisfactionas
thekeyingradiant that |eadstorecognition, in-
come, promotion, andtheachi evement of other
god sthat |eadtogenera fedingof fulfillment. If
job satisfactionisaworker benefit, surely the
worker must beableto contributeto hisor her
wonsatisfactionandwell- beingonthejob.
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History of Job Satisfaction

Oneof thebiggest prel udestothestudy of
jobsdtisfactionwastheHawthornestudies. These
studies(1924-1933), primarily creditedto Elton
Mayoof theHarvard BusinessSchool, sought to
findtheeffectsof variousconditions(most nota-
blyillumination) onworkers productivity. These
studi esultimately showedthat novel changesin
work conditionstemporarilyincreaseproductiv-
ity (called the Hawthorne Effect). It was|ater
foundthat thisincreaseresulted, notfromthenew
conditions, but from the knowledge of being
observed. Thisfinding providedstrongevidence
that people work for purposes other than pay,
which pavedtheway for researcherstoinvesti-
gateother factorsinjob satisfaction.

Scientificmanagement (akaTaylorism)
alsohadasignificantimpact onthestudy of job
sati sfaction. Frederick Winsl ow Taylor'sbook,
Principlesof ScientificManagement (1911), ar-
guedthat therewasasinglebest way to perform
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any givenwork task. Thisbook contributedtoa
changeinindusgtria productionphilosophies, caus-
ingashiftfromskilledlabor and piecework to-
wardsthemore modern of assembly linesand
hourlywages. Theinitia useof scientificmanage-
ment byindustriesgreetlyincreased productivity
becauseworkerswereforcedtowork at afaster
pace. However, workersbecameexhausted and
dissatisfied, thusleavingresearcherswithnew
guestionstoanswer regardingjobsatisfaction. It
shouldd sobenotedthat thework of W.L. Bryan,
Walter Dill Scott, and Hugo M unsterbergset the
tonefor Taylor'swork.

Somearguethat Maslow'shierarchy of
needstheory, amotivationtheory, laidthefoun-
dation for job satisfaction theory. Thistheory
explansthat peopleseek to satisfy fivespecific
needsinlife- physiol ogical needs, safety needs,
socia needs, self-esteem needs, and sel f-actual -
ization. Thismodel servedasagoodbasisfrom
whichearly researcherscoulddevel opjobsatis-
factiontheories. Job satisfactioncanad sobeseen
withinthebroader context of therangeof issues
whichaffectanindividua'sexperienceof work,
or their quality of workinglife. Job satisfaction
canbeunderstoodintermsof itsrelationships
withother keyfactors, suchasgeneral well-be-
ing, stressat work, control at work, home-work
interface, andworkingconditions.

I mportanceof Job Satisfaction

Theorganizationneedtotakenotethat a
happy employeeisahappy customer. Theim-
portanceof humanresourcesmanagementinan
organi zation, still pay | essattentiontotheimpor-
tanceof job satisfaction. Theway employeesare
rewarded or remuneratedfor thejobthey have
performed: If thewagesareaccordingtotheir
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expectation, thenit meansthat therei sasenseof
thejobsatisfaction: if wagesislessthenwhat the
employeesexpect for thework they have per-
formed, itresultinjobdissatisfaction.

M easur es of Job Satisfaction
Thefollowingaremeasuresof jobsatisfactionas
outlined by Fields(2002):

. Overadl Job Satisfaction - Cammann,
Fichman, Jenkins, and K lesh(1983) devel oped
thismeasureaspart of theMichigan Organiza-
tiona Assessment Questionnaire(OAQ). Inthis
measure three items are used to describe an
employee'ssubyjectiveresponsetoworkinginthe
specificjoband organization. (Fields, 2002, p.
20)

. Job Descriptive Index (JDI) - Thiswas
originalydeve opedby Smith, Kenddl,andHulin
(1969). Thereare72itemsonthisindex which
assessfivefacetsof jobsatiSactionwhichincludes
the work, pay, promotions, supervision, and
coworkers. Throughthecombinationof ratings
of satisfactionwiththefaces, acompostemessure
of job satisfactionisdetermined. Roznowski
(1989) updated the JDI to include work
atmosphere, job content andwork technol ogy.
A shorter, 30-item version, was devel oped by
Gregson (1990) based on6itemswhichincluded
work, pay, promotions, supervision and
co-workers. (Fields, 2002, p. 23)

. Global Job Satisfaction-Warr, Cook, and
Wall (1979) developed this measure which
includes 15 items to determine overall job
satisfaction. Twosubscaesareusedforextrinsc
and intrinsic aspectsof thejob. Theextrinsic
sectionhase ghtitemsandtheintrinsichasseven
items. (Fields, 2002, p. 27)

. Job Satisfaction Rel ativeto Expectations-
Bacharach, Bamberger, and Conley (1991)
developedthismeasure. It assessesthedegree
"of agreement betweentheperceived quality of
broad aspects of a job and employee
expectations'. Itismost effectivetodetermine
howjobstresses, roleconflicts, orroleambiguities
can hinder an employee from meeting job

expectations. (Fields, 2002, p. 6)
MinnesotaSatiSfactionQuestionnaire- The
long form of this survey is made up of 100
guestionsbased on 20sub scaleswhichmeasure
satisfactionwith"ability, utilization, achievement,
activity, advancement, authority, companypolicies
and practices, compensation, co-workers,
creativity, independence, moral values,
recognition, respons bility, security, socid service,
social status, supervision-human relations,
supervision-technical variety, and working
conditions’. Thereisashortversionof theM SQ
which consists of 20 items. Thiscan aso be
separated into two subscalesfor intrinsic and
extrinsicsatisfaction. (Fields, 2002, p. 7)

. JobinGeneral Scale- Thismeasurewas
deve opedbyIronson, Smith, Brannick, Gibson,
and Paul (1989). It consistsof 18itemswhich
describeglobal job satisfactionand canbeused
inconjunctionwiththeJDI, which assessessat-
isfactionwithfivejobfacets. Thiswasdevel oped
t0" assessglobal satisfactionindependent from
satisfactionwithfacets'. (Fields, 2002, p. 9)

. Job Satisfaction Survey - This was
devel oped by Spector (1985) and contains 36
itemsbased on ninejob facets. Thejob facets
includepay, promotion, supervision, benefits,
contingent rewards, operating procedures,
co-workers, natureof work and communication.
Whenitwasinitialy developed, itwasspecificto
jobsatisfactioninhuman service, nonprofitand
publicorganizations. (Fields, 2002, p. 14)

. Job SatisfactionIndex - Schriescheimand
Tsue(1980) devel opedthismeasure. It consists
of sx itemsthat formandindexwhichdetermines
overdljobsatisfaction. Theitemsarethework,
supervision, co-workers, pay, promotion
opportunities andthejobingenerd. (Fieds, 2002,
p. 16)

. Job Diagnostic Survey - Hackman and
Oldham (1976) devel oped this survey which
measuresbothoverall and specificfacetsof job
satisfaction. Therearethreedimensionsof overdl
jobsatisfactionwhichincludesgenera satisfac-
tion, interna work motivation, andgrowthsatis-
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faction, whicharecombinedintoasinglemea
sure. Thefacetswhicharemeasured onthesur-
veyincludesecurity, compensation, co-workers,
andsupervision. (Fields, 2002, p. 20)

Career Satisfaction -

Greenhaus, Parasuraman, andWormley
(1990) devel oped thismeasure. Thisisamea:
sureof career success, asopposedtojob satis-
faction. It assessesgeneral satisfactionwithca
reer outcome, but al so sati sfactionwith career
progress. (Fields, 2002, p. 29) Fields outlines
specifictypesof employeesatisfactionmeasures
whichdescribeanemployee'ssatisfactionwith
oneor moreaspectsof theirjob. Theseinclude
thefollowing(Fields, 2002):

Employee Satisfaction with Influence and
Ownership developed by Rosen, Klein, and
Young (1986).

Satisfaction with Work Schedule Flexibility
devel oped by Rothausen (1994).
SatisfactionwithMy Supervisor devel oped by
ScarpelloandVandenberg (1987).Affect theory
EdwinA. LockesRangeof Affect Theory (1976)
is arguably the most famous job satisfaction
model. Themain premiseof thistheory isthat
satisfaction is determined by a discrepancy
betweenwhat onewantsinajob and what one
hasinajob. Further, thetheory statesthat how
muchonevaluesagivenfacet of work (e.g. the
degreeof autonomyinaposition) moderateshow
satisfied/dissatisfied one becomes when
expectationsare/arentmet. Whenapersonvaues
aparticularfacet of ajob, hissatisfactionismore
greatly impacted both positively (when
expectationsaremet) and negatively (whenex-
pectationsare not met), compared to onewho
doesn't valuethat facet.

Toillustrate, if EmployeeA valuesau-
tonomyintheworkplaceand EmployeeBisin-
differentabout autonomy, then EmployeeAwould
bemoresatisfiedinapositionthat offersahigh
degreeof autonomy andlesssatisfiedinaposition
withlittleor noautonomy comparedto Employee
B. Thistheory aso states that too much of a

particularfacet will producestronger feelingsof
dissatisfaction the more aworker values that
facet.?

Dispositional theory

Another well-known job satisfaction
theory isthe Dispositiona Theory. Itisavery
genera theorythat suggeststhat peoplehavein-
natedi spositionsthat causethemtohavetenden-
ciestowardacertainlevel of satisfaction, regard-
less of one'sjob. Thisapproach became ano-
tableexplanation of job satisfactioninlight of
evidencethat job satisfactiontendstobestable
over timeand acrosscareersandjobs. Research
asoindicatesthatidentica twinshavesmilarlevels
of jobsatisfaction.

A significant model that narrowed the
scopeof theDispositional TheorywastheCore
Self-evaluationsModel, proposed by Timothy
A.Judge, EdwinA. Locke, andCathy C. Durham
in1997. Judgeet al. argued that therearefour
Core Self-evaluations that determine one's
dispositiontowardsjobsatisfaction: salf-esteem,
general self-efficacy, locusof control, and neu-
roticism. Thismodel statesthat higher level sof
sdlf-esteem (theva ueonepl acesonhigher seif)
andgenerd sdlf-efficacy (thebediefinone'sown
competence) | ead to higher work satisfaction.
Havinganinterna locusof control (believingone
hascontrol over her\hisownlife, asopposedto
outsideforceshaving control) leadstohigherjob
satisfaction. Finally,lower level sof neuroticism
leadto higherjob satisfaction.®
Opponent processtheory

Accordingto opponent processtheory,
emotional events, suchascriticismsor rewards,
elicitstwo setsof processes. Primary processes
give way to emotionsthat are steady with the
eventinquestion. Eventsthat seemnegativein
manner will giverisetothefeelingsof stressor
anxiety. Eventsthat arepositivegiverisetothe
feeling of content or relaxation. Theother pro-
cessistheopponent process, whichinducesfed -
ingsthat contradict thefeelingsintheprimary
processes. Eventsthat arenegativegiveriseto

8 m |nternational

Research Mirror



Inter national I ndexed,Refer eed,Research Jour nal, | SSN-2250-253X,(Print), E-1 SSN-2320-544X, | ssue-9,Val.-1, Sept,2013

feelingsof relaxationwhileeventsthat areposi-
tivegiverisetofeelingsof anxiety. A variety of
explanationshavebeensuggestedtoexplainthe
uniformity of mood or satisfaction. Thistheory
showsthat if you try to enhance the mood of
individua itwill morelikelyfailindoingso. The
opponent processtheory wasformul ated to ex-
plainthesepatternsof observations.4
Equitytheory

Equity Theory showshow apersonviews
fairnessinregardtosocid relationships. Duringa
socid exchange, apersonidentifiestheamount of
input gai nedfromarel ationshipcomparedtothe
output, as well as how much effort another
person'sputsforth.

Equity Theorysuggeststhatif anindividud
thinksthereisaninequality betweentwosocial
groupsor individual s, thepersonislikelytobe
distressed becausetheratio between theinput
andtheoutput arenot equal .®

For example, consider two employees
who work the same job and receive the same
benefits. If oneindividual getsapay raisefor
doingthesameorlesswork thantheother, then
thelessbenefitedindividud will becomedistressed
inhisworkplace. If, ontheother hand, oneindi-
vidual getsapay raiseand new responsibilities,
thenthe feelingof inequalityisreduced.
Discrepancytheory

Theconcept of self-discrepancy theory
explainstheultimatesourceof anxiety anddeg ec-
tion.Anindividual,whohasnotfulfilledhisre-
sponsibility feel sthesenseof anxiety and regret
for not performingwell, theywill alsofed dejec-
tionduetonot being ableto achievetheir hopes
andaspirations.Accordingtothistheory,all indi-
vidualswill learnwhat their obligationsandre-
sponsbilitiesfor aparticular function, over atime
period, andif theyfail tofulfill thoseobligations
thenthey arepunished.

Over time, thesedutiesand obligations
consolidate to form an abstracted set of prin-
ciples, designated asaself-guide.”
Agitationandanxiety arethemanresponseswhen
anindividual failsto achievetheobligationor

responsibility. Thistheory alsoexplainsthat if
achievement of theobligationsisobtained then
thereward canbeprai se, gpprova, orlove. These
achievementsand aspirationsalsoformanab-
stracted set of principles, referredtoastheided
s f guide Whentheindividud fallstoobtainthese
rewards, they begintohavefedingsof dgection,
disappointment, or even depression.®

Two-factor theory (motivator-hygiene
theory) Frederick Herzberg'sTwo-factor theory
(alsoknownasMotivator HygieneTheory) at-
temptstoexplainsatisfactionandmotivationin
theworkplace. Thistheory statesthat satisfac-
tionanddissatisfactionaredrivenby different
factors- motivationand hygienefactors, respec-
tively. Anempl oyee'smotivationtoworkiscon-
tinually relatedtojob satisfaction of asubordi-
nate. M otivation can beseen asaninner force
that drivesindividualsto attain personal and
organizationa gods.

Motivating factors are those aspects of
thejob that make peoplewant to perform, and
provide peoplewith satisfaction, for example
achievementinwork, recognition, promotionop-
portunities. Thesemotivatingfactorsareconsid-
eredtobeintrinsictothejob, or thework carried
out. Hygienefactorsincludeaspectsof thework-
ingenvironment suchaspay, company policies,
supervisory practices, and other working
conditions.

WhileHertzberg'smode hasstimulated
muchresearch, researchershavebeenunableto
reliablyempiricaly provethemodd , withHack-
man& Oldhamsuggestingthat Hertzberg'sorigi-
nal formulation of themodel may havebeena
methodological artifact.

Furthermore, the theory does not con-
siderindividual differences, conversdly predict-
ingal employeeswill reactinanidentical manner
tochangesinmotivating/hygienefactors. Finaly,
themodel hasbeencriticizedinthat it doesnot
specify how motivating/hygienefactorsaretobe
measured.®
Job characteristicsmodel

Hackman & Oldham proposed the Job
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Job Characteristic Model

Skill Variety Meaningfulness
Task Identity of work
Task significance

Responsibility for
Autonomy > Work outcomes

"

Feedback > Knowledge of s
results of work -

CharacteristicsModd, whichiswidelyusedasa
framework to study how particularjob charac-
teristicsimpact onjob outcomes, includingjob
satisfaction. Themodel statesthat therearefive
corejobcharacteristics(skill variety, task iden-
tity, task significance, autonomy, and feedback)
whichimpactthreecritica psychological states
(experienced meaningfulness, experiencedre-
sponsibility for outcomes, and knowledgeof the
actud results), inturninfluencingwork outcomes - : .
(jobsatisfaction, absenteei sm, work motivation, Measuringj ob satisfaction

etc.).10 Thefivecorejob characteristicscanbe . obsati ;‘-Qgtriir?r gﬂ?ﬁ%ig;ﬁﬁ;gﬁﬁgﬁgg
combinedtoformamotivatingpotential score ) oy,

. X , for collectingdataregardingjob satisfactionisthe
(MPS)for ajob, whichcanbeusedasanindex | o ot o o (named after RensisLikert). Other
of how likely ajobisto affect an employee's

. : . lesscommonmethodsof for gaugingjob satis-
dti tudesand behaviors. Ameta-anal ySISof stud- factioninclude: Yes/Noquestions, True/False
iesthat assesstheframework of themode pro-

: S uestions, point systems, checklists, andforced
\I\//llde_ssomesggpor_t;orstcf;evd idityoftheJCM.11 ghoi ceansf/ers %lli sdatZi ssometimescollected
otivating Potenti re . :
The motivating potential score (MPS) can be using an Enterprise Feedback Management

. . . ; (EFM) system.
caloulated), us ngt.hecoredl mensi onsdliscussed The Job Descriptive Index (JDI) isaspecific
above, asfollows;

Skill Variety + Task identity + Task significant  dUEStionnaireof jobsatisfaction that hashbeen
MPS= — X Autonomy X Feedback Widelyused. ltmeasuresonessatisfactioninfive
3 facets: pay, promotionsand promotion opportu-
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Jobsthat arehighinmotivating potentia must be
highonat |east oneof thethreefactorsthat |ead
toexperienced meani ngful ness, anda somustbe
high onbothAutonomy and Feedback. If ajob
hasahigh MPS, thejob characteristicsmodel
predictsthat motivation, performanceandjob
satiSfactionwill bepostivey affectedandthelike-
lihood of negativeoutcomes, suchasabsentee-
ismandturnover, will bereduced.*?




Inter national I ndexed,Refer eed,Research Jour nal, | SSN-2250-253X,(Print), E-1 SSN-2320-544X, | ssue-9,Val.-1, Sept,2013

nities, coworkers, supervision, andthework it-
self. Thesca eissimple, participantsanswer ei-
ther yes, no, or can't decide(indicated by '?)in
responsetowhether givenstatementsaccurately
describeone'sjob.:

A related scal eistheJobingenera index,
whichasksemployeeshow satisfyingtheirjobis
inabroadoverall sense. Incertainsituations, it
canbemoreuseful thanthe DI becauserather
thanfocusingonindividual facets, it asksabout
work satisfactioningeneral .

Other job sati sfaction questionnairesin-
clude: theMinnesotaSati sfaction Questionnaire
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